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About this Report

Answering two of the key questions surrounding Affirmative Action

Do blacks gain unfair advantage over whites as a result of state affirmative action efforts?
Do affirmative action programs foster “reverse discrimination” against whites seeking
employment, educational opportunities, and contracting opportunities?

This report is the second in a three-part series designed to provide preliminary answers
to these questions as they relate to Washington state government. This document
addresses employment and student enrollment at public four-year instirutions of higher
learning. This report does not address community and technical colleges or state agen-
cies. State agencies were addressed in Part 1. Some key data of interest to the Commis-
sion were not readily available for community and technical colleges. Part 3 will present
findings on state contracting in coming months. '

Recap of Findings from Part 1
Affirmative Action: Who's Really Benefiving/Part 1 presented data provided by the Wash-
_ ington State Department of Personnel. These data showed that:

e Whites are the primary beneficiaries of the state's affirmative action program affecting
hiring — this includes large numbers of white men as well as white women;

« While people of color certainly have benefited from state affirmative action efforts,
Part 1 showed that benefits to people of color are outstripped by those received by
whites; '

« In fact, many people of color who are hired into state employment appear 0 be
generally unaffected by affirmative action practices, although they may be helped by
broader recruitment outreach. :

About Part 3

Affirmative Action: Who's Really Benefiting/Part 3 will examine contracting in state
government. Survey instruments have already been completed by dozens of state agen-
cies. These surveys have collected information about how agencies conduct their con-
tracting activities. Part 3 will present the results of the surveys and other findings.



Part 2/Findings and Recoinmenduﬁons

Student Undergraduate Enroliment at Four-Year Insfitutions
Findings:

Data provided by four-year institutions and compiled by the Washington State Office of
Financial Management show that whites are key beneficiaries of “alternative admis-

sions” standards at four-year schools — this includes significant numbers of white
men as well as white women.

These alternative admissions standards allow admission of students whose combined
indices of grades and standardized test scores do not meet regular admissions standards
as defined by Higher Education Coordinating Board (HECB) policy and by the indi-
vidual institutions. While the aggregated enrollment data show that whites are key
beneficiaries of alternative admissions, it should be noted thar alternative admissions
activity at the University of Washington involves primarily people of color.

Although whites arc the most numerous beneficiaries of alternative admissions,
students of color also benefit greatly since, as groups, they all have higher rates of
alternative admissions than whites. In other words, when students of color are consid-
ered, a larger proportion of them are admitted under alternative standards than is the
case for whites.

Recommendations:

* The Commission recommends that the Higher Education Coordinaring Board review
its sratewide policy on alternative admissions. This review should revisit the intent of
the policy and its intended outcomes in terms of student enrollment by race, gender
and ethnicity.

* Furthermore, the efficacy of the existing policy should be evaluated in terms of how
the policy is applied by all of the four-year schools. The Commission would encous-
age the HECB to consider new alternative admission strategies, including some of
those strategies which were originally proposed by HECB members durmg the 1988
debate on this issue.

* The Commission also would encourage the HECB to evaluate the possible outcomes —
by race, gender and ethnicity — of a state alternative admissions standard which is
indexed to the regular admissions cutoffs independently employed by the four-year
institutions.

* The Commission recommends that all four-year schools be required by the HECB to
report annually on all alternative admissions of incoming freshmen, including those
for veterans, people with disabilities, athletes, artists, and children of alumni. This
information should be reported in the OFM Higher Education Enrollment Report
(HEER).



¢ The Commission further recommends that the four-year schools report to the HECB
and/or the Office of Financial Management annually on recipients of tuition waivers.

* Data reported on alternative admissions, admissions preferences of other kinds, and
tuition waivers should be disaggrepated by race, gender, and ethnicity — and data
should be provided on whites, as well as people of color.

Classified, Professional, und Faculty Employment

Findings: _

Various data were provided by the University of Washington (UW), Washington State
University (WSU), Western Washington University (WWU), Central Washington
University (CWU), Eastern Washington University (EWU), The Evergrech State Col-
lege (TESC), and the Higher Education Coordinating Board (HECB). Considered
in aggregate, the limired data on supplemental certification show that whites are key
beneficiaries of the four-year schools' affirmative action efforts affecting hiring in
classified job groups.

Data compiled for 1994 also show that, despite affirmative action efforts, whites are
being hired into most job groups at higher rates than African Americans. In the faculty
job group, the dara indicates that African Americans were hired at higher rares than
whites. However, in three of the five instances where this occurred, only one African
American hire comprised the entire pool of hires used to calculate the hire rate. In
1994, a toral of 10 black faculty were hired at the five schools for which applicant flow
data was available (all four-year schools except The Evergreen State College).

Recommendations:

* The Commission recommends that the Department of Personnel conduct an indepen-
dent review and analysis of all applicant flow data submitted by the four-year schools
in the annual affirmative action plan documents.

* The Commission recommmends that DOP establish further standards for affirmative
action reporting to ensure that the narrative discussions, as well as the data, are
reasonably standardized to allow easy comparisons and tracking of progress toward
stated goals.

* The Commission recommends that, where evidence of adverse impact is indicated,
that DOP annually publish a summary of the progress the four-year schools are
making relative to their published affirmative action goals. Information on adverse
impact also should be publicly reported, allowing job applicants to be fully informed
about the final outcomes of hiring processes of which they were part.

* The Commission recommends thar additional staff support be provided to the
Governor's Affirmative Action Policy Committee — statistical staff support, in par-
ticular. This would allow GAAPCom to develop its own independent analyses of
institutional data, rather than relying on the institutional analysis as their basis for
making recommendations. 3



While this report highlights these and other findings, the Commission on African
American Affairs does not intend to imply that white beneficiaries of affirmative action
activities are undeserving or that the four-year institutions are remiss in terms of affir-
mative action efforts. Our only intent is to introduce facts and current information to
what has been, until now, an emotionally-driven discussion of affirmative action issues.

Analysis

Reality versus Perception

Our findings clearly show that a broad schism exists between the public’s perceptions

of affirmative action and the reality of affirmative action as practiced in both hiring and
student enrollment ar public four-year schools. In terms of public perception among
many white Americans, and even some blacks, afirmative action has become synony-
mous with preferential treatment for blacks. ' Yer, the data show that many whites,
women, Asians, Hispanics, and people of other races also are benefiting from affirmarive
action programs and alternative admissions standards.

Until now, an exchange of anecdotes has dominated the debate on affirmative action
programs in higher education. The presentation of this report’s limited findings of fact
should cast a new light on the subject. If further study proves these findings to be
accurate and representative of other jurisdictions (and even private institutions), then
the discussion of preferential treatment must be refocused accordingly.

If specific affirmative action programs are malfunctioning in any way, only thoughtful
review of the factual specifics surrounding those programs can lead to worthy solu-
tions. ‘We are not calling for exhaustive, time consuming studies. We ate calling for a
thorough review of the facts to include comprehensive data collection and a complete
statistical analysis. Only such a review can accurately capture current trends and help
policy makers anticipate the likely effects of current and new policies. This is especially
true in the area of employment at the four-year schools.

Advancing the Public Policy Debate on Affirmative Action

It may indeed be time to reform misdirected affirmative action efforts. New remedies
may be needed to redress ongoing discrimination in education, employment, and
contracting — discrimination which scholars blame for the earnings gap between white
males and all other groups in society. Verifying the effects of discrimination is a critical
task which must be undertaken to assess the real needs of all groups with “protected
status” in Washington state.

Likewise, state government would be well served by a thorough review of the effective-
ness of its affirmative action programs and a reevaluation of their purpose. Without
such a review, our political leaders may be forced to rely on hearsay, anecdotes, and
innuendo as the basis for developing policy on this important issue.

! Burstein, Paul (1992) "Affirmative Action, Jobs, and American Democracry: What Has Happened to the
Quesi for Equat Opportunity?” 26 Law & Society Review 901.
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Understanding Admissions Policies at

Publi¢ Four-Year Colleges and Universities

In April 1988, the Washington State Higher Education Coordinating Board (HECB)
approved minimum standards for freshman admissions to public baccalaureate institu-
tions. These standards, which were phased in by Fall 1992, apply to regular and alter-
native admissions of nearly all freshmen. The primary criterion for admission is an
indexed combination of high school grade point average, standardized test scores, and
high school course completion.

Regular Undergruduate Admissions Standards under HECB Pelicy

Regular admissions standards for the University of Washington (UW) and Washington
State University (WSU) require, at a minimum, index scores indicating that an applicant
has an 80 percent probability of achieving a "C" average or better during their freshman
year. For UW and WSU, this equates to an index score of 28 on the scale that is used.
Applicants also must verify completion of certain high school courses.

Standards for Cenural Washington University (CWU), Eastern Washington University
(EWU), Western Washington University (WWU) and The Evergreen State College
(TESC) require index scores indicating a 65 percent probability of achieving a "C”
average or berter. For these four schools, this equates to an index score of 13 on the
same scale. Applicants also must verify completion of cermain high school courses.

In other words, state standards require regularly admitted students a2t UW and WSU 1o
present index scores of 28 or higher, along with the appropriate completed course work.
State standards require regularly admitted students at CWU, EWU, WWU, and TESC
to present index scores of 13 or higher — a significant variance.

Regulur Undergraduate Admissions Standards under Institutional Policy
Competition for admission to the four-year schools has become more intense than was
the case in 1988 when the HECB policy was approved. Consequently, admissions
index scores set in the HECB policy may not be relevant to some of the institutions,
where regular admissions standards are significantly higher.

In other words, some of the institutions routinely establish more rigorous minimum
standards for regular admissions than those set by HECB. For example, the effective
regular admissions index score at the UW was 50 for 1994 admissions, not 28 as de-
scribed in the HECB policy. Students whose index scores fell between 28 and 49 did
not meet the institution's regular admissions standards for 1994, While these students
met regular admissions standards for the UW as set by the stare, they fell below the
standards set by the school. '



Alternative Undergraduvate Admissions Standards under HECB Policy
HECB policy also set parameters for an alternative standard for admissions which
“focuses on the admission of first-time students attending public universities at the
freshman level.” These standards do not specify minimum index scores or standardized
test scores below which applicants will not be admitted (as is the case with regular
admissions), but a 2.0 high school grade point average is required and standardized test
scores must be submitted. Alternative standards exist for graduate and professional
school admissions, but they are not examined in this report.

HECB policy limits the percentage of admissions that can be made under the alternative
admissions standard. The policy states that “no more than 15 percent of the freshmen
enrolled at each of the six public baccalaureate institutions may be admised using the
alsernative standard. Any potential reduction or expansion of this limis will be considered by
the Board on an institution-by institution-basis. The Boards' review of the need w make
increases or decreases in the 15 percent limit will include an analysis of institutional utiliza-
tion of the alternative standard as well as the progress made by the institution in atiracting
and retaining members of underrepresented minority groups.”

Overview of Institutional Undergraduate Admissions Policies
The following statements provide a snapshot of admissions policies — regular and alter-

native — for each of the four-year schools. The policies described applied to students
admiited in Fall 1994.

The University of Washington

Regular Admissions for 1994 — Washington resident applicants with admissions index of
50 or above are classified as regular admits, provided they have completed the necessary
“core course” requirements. The cutoff index score is higher for out-of-state applicants.

Alternative Admissions for 1994 — Generally speaking, UW alternative admissions include
freshmen enrolled in college for the first time (up to 45 quarter hours of transfer credit
allowed) who have index scores below 40. Running start applicants with fewer than 45
quarter-hours of transfer credit are included in this category. Washington resident
applicants with admission index of 50 or above are classed as regular admits. Sixty-five
percent of residents in the range of 40-49 were admirted as regular based on supplemen-
tal academic factors. The cutoff is higher for out-of-state applicants. Some alternative
admits have an admission index greater than the operational curoff, but do not meet
core course requircments for regular admission.

‘Washington State University

Regular Admissions for 1994 — All applicants with an admissions index of 28 or above are
classified as regular admits, except when they have not completed the necessary “core
course” requirements.



Washington State University continued

Alsernative Admissions for 1994 — Students who fail to meet WSU's published admis-
sions standards will receive a letter requesting additional information which would
explain any extenuating circumstances that may have affected their academic perfor-
mance. Faculty review the additional information and admit students under alternative
admissions criteria. Students who are denied admission after the faculty review may
appeal to an admissions subcommittee.

Western Washington University

Regular Admissions 1994 — Applicants with index scores of 13 or above are classified as
regular admits.

Alsernative Admissions 1994 — Students with index scores of 13, but who lack core course
requirements, are classified as alternartive admits.

Eastern Washington University

Regular Admissions 1994 — Applicants with index scores of 13 or above are dassified as
regular admits. Students who meet minimum state standards are zdmitted.

Abrernative Admissions 1994 — Students with index scores of 13, bt who lack core course
requirements, are classified as alternative admits. A special admis: ‘ons committee reviews
the qualifications of students who do not meet minimum standasds. The committee
considers various criteria, including standardized test scores, ethnicity, special circum-
stances, educational attainment of applicant's family members, and other factors.
Students who are denied admission may appeal the committee decision.

Central Washington University

Regular Admissions 1994 — All applicants with index scores of 19 or above are classified
as regular admits. This standard is slightly higher than the applicable HECB standard
which requires an index score of 13 or more.

Alternative Admissions 1994 — Students who do not gain regular admission at chis level
may still be considered under the “Access” alternative admissions program. Consider-
ation is given to students who are low income, “ethnic minorities,” and/or students
whose parents did not attend college. Students accepted under “Access” must meet
regularly with advisors and adhere to proscribed class schedules.

The Evergreen State College

Regular and Alternasive Admissions 1994 — Applicants with index scores of 13 or above
are classified as regular admits. Students with index scores of 13, but who lack core
course requirements, are classified as alternative admirs. Because Evergreen seeks 1o
achieve a diverse student body, special recognition will be given to applicants who are
black, Native American, Asian, Hispanic, “physically challenged,” Viemam veterans,
adults age 25 and older, and students whose parents are not college graduates.



Statewide Totals -
Enrolled New Freshman Admitted under Alternative Admissions Standards

Fall 1994 Alternative Enroliment/
Includes edmissions under statewide HECB policy and
admissions under varying criteriu established by each schoo]

978 Total

Other* 22
_ Native American 42

For 1994, the following can be bbsewed:

o Statewide, for every one African American admitted under uher'nu‘iive admissions, four whites were admitted.
* Ai WSU, for every one African American admitted under alternative admissions, 11 whites were admitted.

o At WWU, for every one African American admitted under alternative admissions, 18 whites were admitied.

© Whites represent slightly more than one-half of oll students enrolled under alternative admissions statewide.

@ in 1994, whites ot Washington State University represented 28.5 percent of all siudents enrolled under alternafive
admissions stafewide.

* “Diher” represents offer race gnd unknown race



Alternative Admissions to Public 4-Year Colleges and Universities

University of Washington Alternative Admissions

Fall 1994 First-Time Freshmen Enrolled under Fall 1994 First-Time Frashmen Enrolled under
HECB Alternative Admissions Stendard: UW Alternotive Admissions Standard:
Index Scores Less than 28 Index Scores of 28 to 39

89 Total 106 Total

Native American 2 Other 1 Hative Amerfean T Qther 2

VDam do nat include fronsfer students
Falf 1994 First-Tirme Freshmen Enrolled under Foll 1994 FirstTime Freshmen Enrolled eader
UW Alternative Admissions /Other* ’ - W Altemative Admissions/ Total
159 Total 354 Grand Total
Other 4 Mative American 13
- : Fall 1993 First-Time

Freshmen Enrolled ynder

UVY Alternative Admissions/Total

369 Grand Total

Native

American 13 Other 2

Note: UW data includes freshmen enralled in collage for the fist fime; up to 45 quarter hours of fransfer credit allowed.

Runoing start applicants with fewer thn 45 quarterhours of tonsfer credit ore included in this category. Washington resident
applicants with odmission index of 50 or tbave are dassed os reqular admits. Sixtyfive parcant of residents i the range of 40-49
were admitted os reqular based on supplemental acadenie factors. The cutoff is higher for outofsiate applicants, “

Other” altemative admits have an admissions index of 40 or above, but may not mest core course requirements

for regular admissiors and /or moy nat meet the higher admissions index witeria reguired for non-resident appliconts,

* Includes non-esident apphicants with admissions index less than 79 and core-deficient apphicants.

Sovce: Datn provided by instirutions and reported by the Office of Financia! Monagement




Alternative Admissions to Public 4-Year Colleges and Universities

Washington State University Alternative Admissions

Fall 1994 FirstTime Freshmen Enrolled under
HECB Altemative Admissions Standord:
Index Scores Less than 28 -

275 Totdl

Othel;ﬁgﬂ Native American 8
B . Hisponic 14

e

-White 206

Fell 1994 First-Time Freshmen Enralled under
WSU Alternative Admissions Stondard:
Index Score 28 or chove with core course deficiencies

98 Total

Other 4

Hispanic 4
%, Notive American 4

Falf 1994 FisstTime Freshmen Enrolled under
WSH Alternotive Admissions /Total

373 Grand Total

Other 10 Native A:;meritun 12

ispunic 18

White 279 -

Washington State University
did not provide alternative
odmissions totals for 1993

Note: WSU dofu indlude freshmen enrolled in college for the fist ime; with less than 27 semester-hours of fransfer edits with the exception of
Running Start applicants, ll of whom ore cossified as firstime freshmen, All opplicants with admission index of 28 or ohove ore dossad os regulor

odmifs except when there ore core curticulm deficienciss.

Soarce: Dato provided by nstitutions and reported by the Office of Finonda! Monagemens
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Alternative Admissions to Public 4-Year Colleges and Universities

Western Washington University Alternative Admissions

Fall 1994 First-Time Freshmen Envalled under Foll 1994 First-Time Freshmen Enrolisd undes

HECB Alternative Admissions Standard; WWU Alternative Admissions Standard:

Index Scores Less than 13 Index Scores of 13 or ahove with core coorse defidendes
. 4 Total ‘ 97 Totdl

Fall 1994 First-Time Freshmen Entolled uader
WWU Alternutive Admissions /Total

101 Grand Total

Black 4

Notive American 5

Fall 1993 First-Time Freshmen Enrolied under
WWU Alternative Admissions /Total

78 Grand Total

Native American 2
1. Hispenic 4

Note: WWU doto include freshmen enralleg in colfege for the first ime, regardiess of the number of transfer edits. Al Running Start opplicans are induded.
Appliconts with admission index of 13 or chove are dasstied os regulor admits. Some dhemafive cdmits have on index greoter than 13, but do ot meet care
course requirements for regular admission or do not hove high schoot gpa of 2.5 or gregter.

Sovrce: Data provided by fnsittions and reparted by the Office of Fingacil Monngement
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Alternative Admissions to Public 4-Year Colleges and Universities

Central Washington University Alternative Admissions

Folf 1994 FirstTime Freshmen Enrofied under

HECB Alternative Admissions Standard:

Index Scores Less thon 13

31 Totdl

White 14

Fall 1994 First-Time Freshmen Enrolled under
QWU Aliemative Admissions Standord:
Index Scores of 1310 18

24 Total

Hispanic 1

Fofl 1994 FirstTime Freshmen Enrolfed under
CWU Alternotive Admissions /Total

55 Grand Total

Nofive American 3
fo=

White 35

Fell 193 FirstTime Freshmen Enrolled unde:
CWU Alternative Admissions /Total
79 Grond Total

Notive American 3

Note: (WU data include freshmen enralled in college for the first fime; no transfer credits with the excepfion of Running Start appliconts,
ult of whom ore classified os firsttime freshmen. Al applicants with ogmission index of 19 or above ore dossified as regular adms.
Applicants admitted us lrernotive adrits have admission index of 18 or less. Some are with core deficiends.

Source: Dot provided by institutions ond reported by the Office of Financiol Munagement
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Alternative Admissions ta Public 4-Year Colleges und Universities

Eastern Washington University Alternative Admissions

Foll 1994 Fust-Time Freshmen Errolled under Foll 1994 First-Time Freshmen Enrolled under
HECB Afternative Admissions Stondard: EWU Altemotive Admisstons Standard:
Index Scores Less $han 13 Index Scores of 13 or above with care course defidendes
27 Total 56 Total
Hispaniz 1 Asion 1

Fall 1994 First-Time Freshmen Envolled under
EWU Alternotive Admissians /Total

83 Total

Native American 6
Fall 1993 Firsi-Time Freshmen Exralled onder

EWU Alternative Admissions /Totol
108 Grand Total

Native American 7

White 76

Note: EWU doto include freshmen enroled for the first fime with no fronsfer credits.” Al Running Sturt applicants ore included.
Applicants with admission index of 13 or above ure dassiied as ragulor odmits. Same cifemafive admits have an admission index areater thon 13,
but do not mest core cowrse requiremens for regulor admission,

Source: Data provided by institutions and reporred by the Office of Finoncio! Monagement
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Alfernative Admissions fo Public 4-Year Colleges and Universities

The Evergreen State College Alternative Admissions

Fall 1994 First-Time Freshmen Enrofled under
HECB Alternative Admission Standard
Index Scores below 13

12 Total

Foll 1993 First-Time Freshmen Enrolied under
HECB Alternative Admission Standard
Index Stares below 13 and Ahove 13 with core course defidiendes

10 Total

Note: TESC dafa indude freshmen envalled in collage for the irs time with fewer thon 40 quorierhours of ransfer oreds.
Runsing Skurt applicants with fewer thar 40 quarterours of tranfer medits ore induded.
Applcants with admission index of 13 or bove are dossed as tegulor odmits.

Source: Dota provided by insfituiions ond reported by the Office of Finandint Management
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First-Time Freshmen Enrolled under

Regular and Alternafive Admissions Standards

Numbers of each ethnic /racial group enrolled under alismative admissions standords

Source: Institutional data from each school as reported by the Washington State Office of Financiol Monagement

University of Washington

1993 Regular Altern, Altern. Other* Altern Tolal % Altern.
Admits Admits Admits Altern.  Admits Admils Admits
Enrollad Index <28  Index 28-39  Admits Total uw uw
White 2,157 22 15 19 56 213 2.5%
Asian 665 25 39 76 140 805 17.4%
Black 25 24 20 24 68 93 73.1%
Hispanic 53 15 29 29 73 126 57.9%
Native Am. 20 2 1 10 13 33 39.4%
Other 215 1 2 ] 4 19 1.8%
Total 3135 89 106 159 354 3,489 10.1%

Note: UW data includes freshmen enrolled in college for the first time; up to 45 quarter hours of transfer credit

‘allowed. Running start applicants with fewer than 45 quarter-hours of transfer credit are included in this category.
Washington resident applicants with admission index of 50 or above are classed as regular admits. Sixty-five
percent of residents in the range of 4049 were admitied as regular based on supplemental academic factors. The
cutaff is higher for out-of-state applicants. “Other” alternative admits have an admissions indéx of 40 or above, but
muty not meet core course requirements for regular admissions and/or may not meet the higher admissions index
criteria required for non-resident applicants.

* Includes non-resident applicants with admissions index less than 79 and core-deficient applicants.

Washington State University

1994 Regulur Altern. Altern. Altern Tolal % Altern.
Barollod  Index<25  Ofher ol Wi W'
White 1,731 206 3 279 2,010 13.9%
Black 35 19 6. 25 60 41.7%
Hispenic 12 14 4 18 90 20.0%
Asion 110 21 ! 29 139 20.9%
Notive Am. 36 B 4 12 8 250%
Other 124 6 4 10 134 7.5%
Totel 2,108 275 928 373 2,481 15.0%

Note: WSU data include freshmen enrolled in college for the first time; with less than 27
semester-hours of transfer credits with the exception of Running Start applicants, all of
whom are classified as firse-time freshmen. All applicants with admissions index of 28 or
above who meet core course requirements are classified as regular admits. “Other”
alternative admits are those with admissions index of 28 or above who do not meet core
course requirements.

Note for all tables: The “Other” race category includes persons not identifying themselves

as any of the specific categories included in the table (Black, Asian, Native American,
Hispanic, White) as well as persons for whom race information is not reported.
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First-Time Freshmen Enrolled under

Re%ulur and Alternative Admissions Standards

Numbers of each ethnic /racial group enrolled under altemafive admissions standards

Source: Institutional datu from each school as reported by the Washington State Office of Financial Monagement

Central Washington University

1994 Regular Altern. Altern. Altern Total % Altern.
Admits Admits Admits Admits . Admiss Admits
Enrolled index <13 Index 13418  Total wu Wy
White 870 14 2 35 905 3.9%
Block 14 5 2 7 21 33.3%
Hispanic 24 / 1 8 3? 25.0%
Asion 34 2 0 -2 36 5.6%
Nofive Am. 16 3 0 3 19 15.8%
Other 5 0 0 0 3 0
Total .963 31 24 55 1,018 5.4%

Note: CWU data include freshmen envolled in college for the first time; no transfer credits with the exception of
" Running Start applicants, all of whom are classified as first-time freshunen, All applicants with admission index
af 19 or above are classified as regular admits. Applicants admitted as alternative admits have admission index
of 18 or less. Some are with core deficiencies. )

Western Washington University

T i geen Alte At Mimits o
Enrolled Index < 13 Other Total wwu wwuy
White 1,054 3 67 70 1124 6.2%
Black 29 0 4 4 33 12.1%
Hispanic 41 0 8 8 49 16.3%

" Asion 157 0 8 8 165 4.8%
Notive Am. 23 ] 4 5 28 17.9%
Other %0 0 6 6 96 6.3%
Total 1,394 4 97 101 1,495 6.8%

Note: WWU data include freshmen enrolled in college for the first time, regardless of the number of transfer
credits. AH Running Start applicants are included. Applicants with admissions index of 13 or above are
classified as regular admits if they meet core course regivrements. Applicants with acceptable admissions index
(13 or above) are counted as “Other” alternative admits, if they do not meet core course requirements,

Note for all tables: The “Other” race category includes persons not identifying themselves
as any of the specific categories included in the table {Black, Asian, Native American,
Hispanic, White} as well as persons for whom race information is not reported.

19



First-Time Freshmen Enrolled under

Regular and Alternative Admissions Standards

Numbers of each ethnic/racial group enrolled under aliernative admissions standards

Source: Insfitutional data from each schaol os reported by the Washington State Office of Finoncial Management

Eastern Washington University

1994 Regular Altern. Altern. Altern Total % Altern.
Admits Admits Admits Admits Admits Admils
Enrolled Index < 13 Other Total 1 1) EWY
White 577 15 28 43 620 6.9%
Black 9 ! 9 16 25 64.0%
Hispanic 19 i 12 13 32 40.6%
Asian 17 2 1 3 20 15.0%
Native Am. 8 0 6 6 14 42.9%
Other 34 2 2 36 5.6%
Total 664 27 56 83 141 11.1%

Note: EWU data include freshmen enrolled for the first time with no transfer credits. All Running
Start applicants are included. Applicanis with admission index of 13 or above are classified as
regular admits. “Other” alternative admits have an admissions index of 13 or above, but do not
meet core course regiurements for regular admissions.

The Evergreen State College

T iine et Admits i
Enrolled TESC TESC
White 335 7 342 2.0%
Black 8 0 8 0.0%
Hispanic 15 0 15 0.0%
Asian. 24 ? 26 1.7%
Notive Am. 11 3 14 21.4%
{ther 54 0 54 0.0%
Total 47 12 459 2.6%

Note: TESC data include freshmen enrolled in college for the first time with fewer than 40 quarter-
hours of transfer credits. Running Start applicants with fewer than 40 quarter-hours of transfer
credits are included. Applicants with admission index of 13 or above are classed as regular admits.

Note for all tables: The “Other” race category includes persons not identifying themselves
as any of the specific categories included in the table (Black, Asian, Native American,
Hispanic, White) as well as persons for whom race information is not reported.

2



Conclusions:

Whites are the primary beneficiaries of alternative admissions standards
Alternarive admissions standards have long been derided by critics as a “lowering of
standards” which diminishes academic excellence and limits opportunity for those who
are “better qualified.” To the degree thar alternative admissions standards can be viewed
as a “lowering of the bar,” that bar is being jumped far more often by whites than by
blacks in Washington's four year schools.

Admissions data provided by institutions and reported the Office of Financial Manage-
ment show that whites are the primary beneficiaries of alternative admissions statewide
with 490 whites enrolled under these standards versus 120 Aftican Americans in 1994,
Totals for 1993 are unavailable, since WSU did not provide data to OFM for 1993.
The data supplied by the UW, CWU, WwU, EWU, and TESC suggests a distribution
of alternative admissions for 1993 thar was very similar to that for 1994, '

With only one year of complete data readily available, it would be unrealistic to specu-
late whether data on alternative admissions in 1994 is indicartive of future trends,

Students of color also benefit from alternative udmissions standards
Students of color certainly benefit from alternative admissions standards, but in smaller
numbers and even smaller proportions. For example, for every black student admitted
0 WWU under alternative criteria in 1994, 17.5 white students were admitted. For
every black student admitted under alternative criteria ar WSU, 11.2 white students
were admitted. Furthermore, students admitted under alternative standards at WSU
represented a much larger share of that school's new undergraduates than was the case
for any other institution, including UW.

Although whites are the most numerous beneficiaries of alternative admissions, students
of color also benefit greatly since, as groups, they have higher rates of alternative admis-
sions than whites. In other words, when students of color who are admitted under -
alternative policies are compared to the total enrollment for their ethnic/racial groups, a
larger proportion of them are admitted under alternative standards than is the case for
whites.

African Americans would stand to lose the most in a system without alternative
admissions because, although their numbers are small compared to white participants,
their reliance on alternative admissions opportunities is greater than any other ethnic/
racial group.
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Affirmative Action Planning at Washington's
Public Four-Year Colleges und Universities

Authority for uffirmative action in hiring

State law fRCW 41.06.020(11), 41.06.150(22), and 49.74} requires affirmative action
be taken for Asians, Blacks, Hispanics, Native Americans, women, people over the age of
40, people with disabilities, and disabled and Vietnam-era veterans. Such affirmative
action shall apply in the areas of recruitment, appointment, promotion, transfer, train-
ing, and career development. It requires the development and implementation of goals
and timetables and the establishment of a system for monitoring progress.

The Governor's Executive Order 93-03 reaffirmed the state’s commitment to attaining
equal opportunity for all citizens. In August 1993, the Department of Personnel reis-
sued guidelines ourlining the responsibilities of public institutions of higher education
and refated boards to ensure equal employment opportunity and affirmative action
stating that “both approaches are essential to the well being of the State and its resi-
dents.”

Institutional responsibilities related to affirmative action in hiring
Institutions and related boards with 25 or more employees must submit an annual
Affirmative Action Plan to the Higher Education Unit of the Department of Personnel
for technical approval. After technical approval, the Plan is reviewed by the Governor's
Affirmative Action Policy Committee (GAAPCom), 2 group created by Exccutive Order
93-03. GAAPCom reviews and approves affirmative action plans against implementa-
tion strategies and goals progress. GAAPCom also prepares an annual report outlining
the state's progress in meeting its affirmative action goals. The most recent report
discussing higher education issues was prepared May 6, 1994. It summarized workforce
profile data for the year 1993 and compared it to data for an 11-year period from 1982
w0 1993. :

The Washington Personnel Resources Board (PRB) and the State Human Rights Com-
mission (HRC) also have responsibilities refated to affirmative action. Among other
things, PRB reviews and updares minimum qualifications, class specifications, and
examinations for classified staff at higher education institutions. HRC is charged with
enforcement duties related to affirmative action.
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State affirmative action guidelines for higher education institutions are designed to meet
or exceed the requirements described in the Regional Standard Affirmative Action Formar
(RSAAF). The RSAAF ensures consistency berween state and federal requirements and
consistency from one higher education institution to another. All of the four-year
institutions discussed in this document are parties to the RSAAF with the exception of
The Evergreen State College. Four-year institutions are required by the Office of Federal
Contracts and Compliance to develop annual affirmative action plans.

Under higher education guidelines, an affirmative action program is “a set of specific
and results-oriented programs to which an institution commits itself, through good
faith efforts, to achieve prompt and full utilization of protected groups where deficien-
cies exist.” In this context, an acceptable affirmative action plan includes an analysis of
areas where prorected groups are underrepresented, sets forth goals to correct those
deficiencies and, when implemented, achieves full utilization of protected groups in all
levels and in all segments of the workforce.

Affirmative action guidelines in hiring at the institutions

Each institution’s affirmative action plan includes employment goals, data on goal
attainment during the last year, descriptions of problem areas, and corrective action
plans. As recruitment, hiring, transfers, and promotions occur throughout the year,
information is compiled on how those activities are impacting affected group members
relative to the employment goals sct for them in the prior year's affirmative action plan.
Ideally, hiring officials are aware of specific affirmative action goals for specific jobs and
they are actively working to meet these goals. Employment in public higher education
institutions falls into three broad categories: classified staff, exempt and administrative
professional staff, and tenured and nontenured faculty (The Evergreen State College
does not assign tenure to faculty).

There are basically four key objectives of affirmative action efforts in any job category:
1) Increase awareness of employment opportunities and equal opportunity policy
among all staff, especially protected group members.

2) Enhance the opportunities for protected group members to progress through
the employment process to the point of a final interview and to do so in proportions
comparable to other groups.

3) Enhance the opportmﬁties for protected group members to be hired into categories
of employment where they are underutilized.

4) Enhance the opportunities for protected group members to advance in their respec-
tive carcers along cateer paths and on timetables comparable to those for other groups.

The specific strategics used to accomplish these objectives vary by institution and
job category.
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Seiting affirmative action goals and following threugh

Each affirmative action plan includes these and other common elements:
A) A designated official to develop and menitor affirmative action plans and
communicate with internal and external stakeholders.

B) Ulilization analysis comparing the current workforce to a profile of the available
workforce to reveal where protected groups are underrepresented.

The availability figures are established by each institution using a technique called
Multi-Factor Analysis which considers various factors such as population size,
numbers of civilians from each protected group in the labor force, availability of
people with requisite skills, availability of relevant training, and other factors.
These factors are weighted in importance by the institutions.

C) Affirmative action employment goals and objectives — goals are based on utilization
analyses and are established for the following groups: American Indians/Alaskan
Natives, Asians/Pacific Islanders, Blacks, Hispanics, women, people with disabilities,
people over age 40, veterans with disabilities, and Vietnam-era veterans. Reports on
goals and objectives should include, at 2 minimum, an institution-wide report on
goals for the priot year and goals for the current year. Goals will be significant,
measurable, and attainable by good faith efforts. Goals are flexible targets for hiring
and promoting members of affected groups where underurilization exists. They are
not inflexible quoras, nor are they used to discriminate against any person. Each
resulting goal applies only to the specific job category for which specific availability
factors were compiled.

D) Identification of problem areas to include in-depth analysis of problem areas which
may include — among other things — the selection process, transfer and promotion
practices, composition. of the workforce by affected group status, composition of
applicant flow; and workforce attitudes. The analyses determine whether:

* underutilization of affected groups exists in specific job groups

* lateral and/or vertical movements of affected employees are occurting at a lesser
rate than for others.

» selection processes are eliminating a significandly higher percentages of affected
group members :

» referral ratios of affected groups to hiring official indicates that a
- higher percentage are being rejected as compared to other applicants.
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E) Corrective actions are implemented if any of a variety of conditions are found,
including; underurilization of affected groups in specific job groups, selection
processes that are eliminating a significantly higher percentage of affected groups,
and other factors.. Corrective actions can include reviewing recruitment and selection
activities, conducting impact ratio analysis by job group, and evaluating recruitment
source referrals compared to availability. Action-oriented programs are to be devel-
oped for affirmative action activities. Programs vary by institution.

Specific affirmative action strategies

Classified Staff

As with state general government civil service (Merit System) employment, classified
hiring within higher education institutions is more regulated and rule-driven than for
the other employment categories. The process for developing job announcements and
job descriptions is uniform. Candidates for classified positions are considered based on
their scores on uniformly applied evaluation tools, as in the Merit System.

Data presented in the 1994 GAAPCom report and data provided by instirutions consis-
tently show greater ethnic diversity in the classified category than in either the profes-
sional or faculty categories. It is important to note that the classified category includes
many career “professionals” including accountants, health workers, nurses, engineers,
computer specialists, and various paraprofessionals. However, some institutions cite
civil service rules as a hindrance to diversity and affirmative action efforts, particularly
during times of reduction in force.

Supplemental Cerfification

A process called supplemental certification can be used to give affected group membets
additional consideration during referral to classified positions. Where one or more
affected groups are underrepresented in a classified job category, the process allows up to
three protected group members to be considered for an interview although their ranking
may fall below those of the top candidates who applied. Although additional people may
be “certified” for interviews through this process, hiring officials choose the person they
believe is best qualified.

Current data show that the majority of classified hires made by institutions do not
include any supplemental certification activity. As was the case in the Merit System,
when institutions use supplemental certification, large numbers of white men and
women are certified and receive additional consideration under affirmative action.

Civil Service Reform

Recent civil service reforms are shifting classified positions into the exempt “profes-
sional” caregory, and allowing some personnel to opt out of civil service. “This is seen
primarily at the larger institutions. The Commission fears that such shifts could ad-
versely affecr affirmative action activities by removing the protections inherent in uni-
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form recruitment and testing and by decreasing the already limited use of supplemental
certification to diversify interview pools. Further research would be required to verify
whether these fears are well founded.

The exempt hiring process allows greater flexibility for hiring officials in terms of how
openings will be announced and which applicants may be considered. In the case of a
hiring official who is committed to affirmative action practices, such flexibility could
increase affected group opportunities for consideration. In the case of hiring officials
who are hostile to affirmative action practices, this same measure of discretion could
further limit opporrunities for protected groups.

I is far too early to be certain exactly how reforms will affect affirmarive action efforts.
However, current applicant flow data show that hiring in the professional category is less
diverse than in the classified category. Problem area reports by institutions indicate a
significant degree of ignorance of affirmative action tools and goals among hiring
officials. These indications of limited knowledge and affirmative action involvement
among hiring officials may be contributing to weak affirmative action goal attainment
across the board and particularly in professional job categories.

Affected Group Profile of Higher Education Institutions' Employees/Fall 1994

TOIAL  DISABLED  V.VET  DIS.VET  WOMEN SILACK  ASIAN  HISPANIC NAT. AML TOTALMIN.
University of Woshington 18,762 0% 44%  0.3% BT 451%  35%  24%  07% 210%

Woshington Stafe Univ, 4,500 50 50 0.2 465 15 44 1.8 L2 90
Westem Woshington Univ, 1,469 48 5.6 07 #4114 412 21 16 93
Fastern Washington Univ. 1,043 31 8.1 11 482 17 21 24 178l
Central Woshington Univ. i 48 70 04 479 10 23 28 15 717
The Evergreen Stute College 589 44 15 08 = 497 53 6.3 51 34 200
Tomt FUUR-YEAR 27,354 34 49 0.3 528 37 10.5 24 08 174

Note: these figures represent permanent monthly, paid university employees.

Source: Summary of Affirmative Action Plan worlkforce profile reporss, Department of Personnel.

Reviewing supplemental certification information

The following pages show supplemental certification data by institution. All data were
provided by the respective institutions. No dara were provided by the The Evergreen
State College.
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1994 Hiring/University of Wuashington/Classified Staff

How many people received additional
consideration under supplemental cerfification?

Ethnicity /Gender of
the three hires -

Supplementel

cerfification wos

initiated for 54 of 48 of these 54

the 654 posifions.  positions were

Atotul of 81 condidztes  actwally filled.

werg supplemeritally The 48 posifions involved 3 of the 48 hires
cerfified. 63 cerfified individuols imvolved supplementolly

s x certified condidotes.

F ST g

654 Appointments 54 Considered Supp. Certs. 48 Hires 3 Sepp. Certs. Hired

Distribution of the 63 affected group members receiving
additional consideration through supplemental certification

Native ~

Hispanic
aﬁ-ﬂ‘@ "é‘;&v N
American

Unknown

NOTE: The nbove data is restricted to appointments mads in 1994, from applicants of ihat year.
Supplementof coriifiantion fafarmation only refers o “upper compus® and does aot includs the fwo
hospitels that ofe part of the University of Wostington.

Source: University of Washington Eéuuf Opportunity Mffice
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1994 Hiring/Washington State University/Cluassified Staff

How muny people received additional
consideration under supplemental certification?

sy

Ethnicity /Gender of
Ihg the seven hires

Supplemenial
terfification wos
initiated for 54 of
374 positions.

A breckdown of the
ethnicity and gender

of thase w{ﬁf;rd 7 of the 374 people
WS UNGVaiabie. hired were supplementally
certified cangidotes.

22 R

374 Appointments 54 Considered Supp. Certs. 7 Supp. Certs, Hired

Source: Washington State University Human Resource Services
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1994 Hiring/Western Washington University/Classified Staff

How many people received additional

Supplemental .
certification was Ethnicity /Gender of

initicted for 43 of the three hires
the 98 hires.

92 condidates ware
sopplementally-cerified

3 of the 98 hires
- invalved supplementally
cerfified condidotes.
Gk S 7 % ST G g
98 Appointments 43 Considered Supp. Certs. 3 Supp. Certs. Hired

Distribution of the 92 affected group members receiving
edditional consideration through supplemental certification

White

Notive Bluck
Americon

Hispanic
£

NOTE: Data on supplementaf cerffication was vngvailobla on seven placements.

Souree: Westemn Wm‘rfngmn University Center for Fqual Opportunity
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1994 I'Iiring/Cenﬁul Washington University /Classified Staff

How many people received additional
consideration under Supplemental Certification?

Ethnicity /Gender of
the one hire

Supplemental
 certification was initicted
7 times in reference to
an unknown number
of fhe 42 positions.

1 of the 7 certified
condiotes was hiredr

i 2

B s e R R L

42 Appointments 7 Considered Supp. Certs. 1 Supp. Cert. Hired

Distribution of the 7 affected group members receiving
udditional consideration through supplemental cerfification

Asian

Bi;ubi!ity _

Source; Cenral Woshington University, Office of the Prasident
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1994 Hiring/Eastern Washington University/Classified Staff

How many people received additional
consideration under Supplemental Certification?

4 of the 29 peaple
hired were supplementally
tertified condidates

Ethnicity /Gender of
the four hires

29 Appeintments 42 /Supp. Ceris. 4 Supp. Certs, Hired

Distribution of the 42 affected group members receiving
additional consideration through supplemental certificafion

Native
American Disobled  Vietnom-era
9 Black Veterans  Veterans
1

SR

Source: Eastem Washington University Division of Human Resources and Humen Rights
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How affirmative action i§ working
for affected group members

Assessing the effectiveness of affirmative action strategies, as applied by all six four-year
schools, is difficult to say the least. First of all, data are not available from all of the
schools. Each school maintains data on dozens, sometimes hundreds, of individual job
groups. Affirmative action goals are set at the job group level, and data on progress
toward those goals (in terms of the number of applications and hires involving affected
group members) also is maintained at that level. The institutions maintain large vol-
umes of dara and have worked diligently to make that data available to DOP,
GAAPCom, and the Commission. However, it is challenging to assess affirmative
action activities as a whole because the data is not organized into a small number of
logical categories to facilitate review and evaluation.

Applicant Flow Data

Due to the difficulties and limitations associated with reviewing affirmative action goal
artainment, the Commission on African American Affairs sought assistance from the
Washington State Department of Personnel (DOP) to review the data on applications
and hires, This data is also known as “applicant flow” data.

DOP agreed to organize the job-group level applicant flow dara provided by the institu-

tions. The data involved were provided by each institution in their 1994 affirmative

action plan documents. DOP described their methodology and the limitations of the

reorganized data they provided in a memorandum. DOP's methodology was as follows:
“The source applicant flow data was taken directly from each institution's 1994
Affirmative Action Plan. Each institution provided applicant flow analyses by job
group. Job groups varied by institution depending upon the institution s workforce
composition. Each institutions data was entered into a spreadsheet and then catego-
rized and rolled up into one of three summary spreadsheets. The summary spread-
sheets consisted of the following employment categories: exempr, faculty, and classified.
The summary spreadsheets were then further combined and categorized into three
System-wide' summary spreadsheets.”

DOP also secured agreements from EWU, CWU, WSU, and WWU on how certain
problemartic job groups could be categorized. The also institutions agreed to allow DOP
to combine all faculty positions into one category. The one exception to this is the UW
faculty report which does not include Librarian faculty. DOP notes that fio data was
provided by The Evergreen State College.

DOP also noted some limitations on use of the data. EWU and WWU did not include
unidentified sex or unidentified race in their reports and other schools dropped those
categories in ceftain analyses. According to DOP, this means that the reorganized data
constitutes an estimate of the applicant flow by race and ethniciry.
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Despite the limitations of the roll-up, the Commission on African American Affairs
finds that it allows a "bird's-eye” view of applicant information. Now, instead of review-
ing hundreds of job groups actoss institutions, we can consider information on job
applicants and new hires in terms of three broad categories of employment — excrpt
(professional), classified, and faculty. Even this roll-up presents dozens of discrete data
elements, since each of the three categories of employment include information on eight
different affected groups.

The selection rate calculations described below were performed by the Commission
on African American Affairs, not DOP. In their memorandum, DOP cxpressly states
that they “are not responsible for the accuracy of the data beyond our gathering and
compiling of the data as requested.”

Comparing Selection Rates for Whites and Blacks

The Commission on African American Affairs has gone one step beyond simply present-
ing the reorganized applicant flow data provided by DOP. The Commission has used
these data to compare the RATES at which white applicants are hired to the RATES at
which African Americans are hired. This comparison revealed that, in the exempt
(professional) and classified job categories, whites are routinely hired at higher rates than
they applied. In addition, whites were hired at higher rates than are blacks in nine of
the 15 categories examined. This does not simply mean that more whites were hired
than blacks — which would be expected due to the racial demographics of Washington
state. It means that any one white person had better odds of being hired than any one
black person. The method for calculating hire rates factors out any difference in the
relative size of each racial group's representation in the applicant pool.

These findings refute allegations that affirmarive action efforts are giving African Ameri-
cans an unfair advantage over whites, particularly where the exempr and classified
categories of employment are concerned. In fact, these findings would support the
inverse argument — that affirmative action efforts at the four-year schools should be
enhanced to ensure that equal employment opportunities exist for black people, particu-
larly in the exempt and classified areas. '

In the faculty category; African Americans were hired at higher rates than whites at all
five institutions. However, in three of the five instances where this occurred, only one
African American hire comprised the entire poo! of hires used to calculate the hire rate.
In 1994, a total of 10 black faculty were hired at the five schools for which applicant
flow dara were available (all of the four-year schools, except The Evergreen State Col-

lege).

Understanding the Selection Rates and “Adverse Impact” Calculation

Minimal differences in hire rates may be the result of chance. When is it reasonable to
view different selection rates as possible indicators of discrimination? The 1995 Office
of Federal Contracts and Compliance Program manual states that “adverse impact” on a
- group of job applicants is indicated when the “selection rate for one group is less than
809% of that for another.” A finding of “adverse impact” is the first step in establishing
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that equal employment opportunity MAY NOT exist in a particular environment. Each
of the four-year schools is required by federal contracting rules to collect applicant flow
data. They also are required to evaluate their hiring record and identify problem areas.
The adverse impact calculation is a frequently used tool for problem identification.

The adverse impact calculation should be applied to data collected ar the job group
level. The data used by the Commission to compare selection rates is a composite of job
group data, therefore it would be statistically ifiaccurate to conduct an adverse impact
analysis on these figures. However, the Governor's Affirmative Action Policy Commit-
tee has instructed some of the public four-year institutions to conduct selected adverse
impact analyses and to present their findings in next year's affirmative action plan
documents. :

Example of the Adverse Impact Calculation

Example: 100 whites apply for positions in a certain job group and 10 are hired,
resulting a selection rate of 10 percent (10 hires divided by 100 applicants = 0.1 or
a 10% percent selection rate.) 30 blacks apply for positions in the same job group
and 2 are hired, resulting in 2 selection rate of 6 percent (2 hires divided by 30
applicants = 0.06 or a 6% selection rate. To determine adverse impact, the two
selection rates ate compared to each other (adverse impact calculation — .06
divided by .1 = .6 or 60%). This final calculation reveals thar the selection rate
for blacks is only 60 percent of the selection rate for whites, When the selection
rate for minorities is less than 80 percent of the rate for whites, adverse impact
may exist.
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Comparison of Selection Rates for Whites and African Americuns

University of Washington

Exempt Hiting Rollup : Comparison of Hire Rates -
# Applied % of oll # Hired % of % of White %. of Bluck
Applicaonts all Hires Applicants Hired Applitants Hired
White 10,043 55.1% 451 83.80% 4.49% 2.66%
Bluck 01 3.3% 16 2.97% Selection rate for Blacks is 59%

of the selaction rate for Whites

Clussified Hiring Roltup Comporison of Hire Rotes <
# Applied % of dll # Hired % of % of Whife %, of Black
Applicants _ all Hires Applicants Hired Applicants Hired
White 4,901 60.22% 513 71.45% 10.4% 6.83%
Black 819 10.06% 56 7.8% Selection rate for Blacks is 65.6%

of the selection rate for Whites

Foculty Hiring Rofup* Comparison of Hire Rates A"

# Applied % of all # Hired % of % of White %, of Black
Applicants all Hires Applicants Hired Applicants Hired
White 5114 81.1% 140 84.34% 2.73% 4.0%
Black 100 o 15% 4 2.41% Selection rate for Blacks is 146%

f the selection rate for Whit
* Inctudas lodder and research faculty, unidentified sex/race data nof reparted. o The seiection 1o Tor TWhiles

Key
@Se]ecﬁaﬂ ate for whites is higher tha for Blacks

ErSe!em'an rate for Blacks is higher than for whites -

Source: Applicant Flow, Instifutional 1994 Mfirmative Action Plan Daty as compiled by Department of Personne!

Souree: Selection Rate Comparison, Washington State Commission on Afiicon Americon Affairs
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Comparison of Selection Rates for Whites und African Americans

Washington State University

ﬁS&!&cﬁm rate for whites is higher fhon for blacks

(A Selection rate for blacks js higher than for whites

Exempt Hiring Rollup™ Comparison of Hire Rates <€
# Applied A;‘p.l,it:lzlts # Hired ull% l'lli,:os Api,:%i:’:n\‘i’shﬂieud Ap[ﬁit"u‘nﬂul‘lli(rcd
White 2,169 97.83% 4] 97.62 1.89 0
Black 13 0.59% 0 0 Selection rate for Blucks is 0%
of the selection rate for Whites
Clossified Hiring Rolkup™ _ Compoarison of Hire Rates 7"
# Applied % of all # Hired % of % of White % of Black
Applicanis all Hires Applicants Hired Applicants Hired
White 3,009 82.98% 166 84.26% 551% 1.54%
Block 53 1446 4 2.03% Selection rate for Blucks is 136.8%
of the selection rate For Whites
Faculty Hiring Rolkupe Comparison of Hire Rates "
# Applied % of ol # Hired % of % of White % of Black
Applicants all Hires Applicants Hived Applicants Hired
White 1,704 84.90% 46 90.2% 2.69% 5.0%
Black 20 1.0% 1 1.96% Selection rate for Blacks is 185%
: of the selection rafe for Whites
Key

Source: Applicant Flow, Institutiono! 1994 Affirmative Action Plon Data os compiled by Department of Personnel

Sovrce: Sefection Rate Comparison, Woshington State Commission on Afticon American Affairs

* WU regorted 288 applicants and 10 hires of unidentified race. WS does not analyze personnel acfions

by dlossifed and exempt job groups. As @ resufl, the dato presented above reflects on estimote of the

applicont flow,

« Data reflects a combingtion of instructional and research facolty posttions.
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Comparison of Selection Rates for Whites and African Americans

Western Washington University

Exempt Hiring Rollup* Comparisan of Hire Rates G
# Applled A;‘pi'it:lllis # Hired ull%H?:es Apﬁi?t::tlsh Hﬁ'ed lp;?i?:nﬂ'!‘lli‘red
White 1,318 66.20% 45 83.33% 341% 2.98%
Black &7 3.37% 7 3.70% Selection rate for Blacks is 87%
of the selection rate for Whifes
Classified Hiring Rofup* Comparison of Hire Rates %
_ # Applied % of ull # Hired % of % of White %. of Bladk
Applicants all Hires Applicanis Hired Applicants Hired
White 1,062 81.01% 56 91.80% 5.27% - 2.63%
Black 38 2.90% 1 1.64% Selection rate for Blacks is 44.9%
of the selection rate for Whites
Faculty Hiring Rollupe _ Comparison of Hire Rates /7"
# Applied A:l‘p‘l’i‘::ri]is # Hired uII%II‘i,rfes AP;‘“?:,H;" H:.i'ed Apﬁi?cfneﬂl.'ulfl'i‘red
Whife 742 57.10% 20 86.96% 2.60% 9.0%
Black 11 0.86% ] 4.35% Selection rate for Bladks is 346%
: of the selection rate for Whites
Key

@Se!ecﬁan rate for whites is higher than for Hacks

E/Se!erﬁun rate for blocks is Mgher then for whites

Souice: Applicont Flow, Institutional 1994 Affsmative Action Plan Dot as compiled by Depariment of Personnel

Souree: Selection Rate Comparison, Washingfon State Commission on African Americon Affairs

* YW doss not andlyze persnnné! actions by dassified and exemp# job groups.

As aresult, the dota presented above reflects on estimate of the applicant flow

« Data reflects @ combination of tenured and tenure-rack foculty, and nontenure-track facutiy positions.
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Comparison of Selection Rates for Whites and African Americans

Central Washington University

Exempt Hiring Rollup* Comparison of Hire Rates <~

# Applied . l;épﬂliit:lﬂs # Hired ull%ll?:es Ap?lcli::r:fsh i'lifrell lp;fi::nﬂul‘lli{rell
White 394 58.54% 22 100.0% 5.58% 0%
Block b 0.89% | 0 0% Selection rate for Blacks is 0%

of the selection rate for Whites

Clossified Hiring Roffup* Comparison of Hire Rates 4

# Applied A;‘pﬁt:lllts # Hired ulI%H‘i’rfes Apzéli?:n\;? Hﬁ'ed Aplﬁigngiulfl'i(red
White 968 83.23% 34 91.89% 3.51% 0%
Block 2 0.17% 0 0% Selection rate for Blacks is 0%

of the selection rate for Whites

Facatiy Hiring Rollupe Comparison of Hire Rates i7"

# hpplied A;ép?itrﬂs # Hired nII%I'I?:es Ap;{ii?:nvilshi}iered Apﬁi?:n?:nl'lli(red
White 605 50.17% 24 82.76% 3.96% 7.6%%
Black 1 " 0.86% 1 4.35% Selection rate for Blucks is 194%

of the selection rate for Whites

Key
ﬁ-Selezﬁan rate for whites is higher than for blacks

[E’Se!erﬁan rite for backs is higher than for whites
Source: Appficant Flow, Institufionl 1994 Affirmative Action Plon Data os compiled by Department of Personnel

Source: Selection Rate Comparison, Washington State Commission o African American Affairs

* (WU does not anulyze personne! actions by dlassified and exermpt job groups.
As o result, the data presented obove reflects an estimate of the applicant flow:

« Data reflects o combination of tenured and ron-tenwred faculty posifions.
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Comparison of Selection Rates for Whites and African Americuns

Eustern Washington University

Exempt Hiring Rolup™ Comparison of Hite Rates <4~
Fhpplied K htants ¥ Hired alf Hires AprieamiAved  Apphicants Hived

White 824 94.39% 18 85.71% 2.18% 0%

Black 11 1.26% 0 0% Selection rate for Blucks is 0%

of the selection rate for Whiles

Clossified Hiring Rotkup* Comparison of Hire Rates <&~
# Applied % of oll # Hired % of % of White %, of Bluck
. Applicants all Hires Applicants Hired Applicants Hired .
White 275 85.94% 19 86.36% 6.90% 0%

Black 8 2.50% 0 0% Selection rate for Blacks is 0%
_ of the selection rate for Whites

Faculty Hiring Roflupe Comparison of Hire Rates /&
# Applied % of all # Hired % of % ot White %, of Black
Applicants all Hires Applicants. Hired Applicants Hired
White 920 92.00% 36 83.72% 3.0% 17.6%
Black 17 1.70% 3 6.98% Selection rate for Bladks is 450%

of the selection rate for Whites

Key
@59!&:!50;1 rate for whites is higher thar for blacks

A" Selection rate for blacks is higher than for whites
Seurce: Applicont Flow, Institutional 1994 Affirmative Adtion Plan Bata as compiled by Deporiment of Personnel

Source: Selection Rate Comparison, Washingfon State Commission on African American Affaits

* EWIJ does not analyze personne! actions by dassified and exempt job groups.
As a result, the duta presented above reflects an estimate of the applicant flow.

« Data reflects o combination of tentire track, nor-enure frack, and research faculty positions.
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Commission on African American Affairs White Paper
Affirmative Action and Higher Education Admissions

Through the 1970 and '80s, various public and private institutions of higher education
launched affirmative action efforrs for student admissions. Meanwhile court rulings
encouraged desegregation of public higher education nationwide. In 1970, the NAACP
Legal Defense Fund sued the U.S. Department of Health Education, and Welfare,
charging that it had failed to order the desegregation of public colleges in 10 Southern and
border states. In 1978, the Supreme Court ruled in the Regents of the University of
California v. Bakke that colleges may use race as a factor in admissions decisions, but may
not set aside a specific proportion of their entering classes for minority students. The
decision precluded the establishment of enrollment “quotas” based on race.

In keeping with the restrictions of the Bakke decision, Washington state's higher education
system is devoid of any policies or programs that establish racial quotas for student
enrollment. However, statewide policy does exist which was originally contemplared as an
affirmative action tool to encourage increased enrollment of students of color. That policy
is the HECB alternative admissions policy for the four-year public institutions of higher
education.

Aswas the case with affirmative action in state merit-system employment, affirmative
action efforts related to student admissions (HECB alternative admissions policy) have
largely benefited whites in Washington State. Yet, some opponents of affirmative action
have asserted that affirmarive action is allowing minorities, and particularly African
Americans, to gain an unfair advantage over “better-qualified” whites. Regardless of who
is benefiting, a review of the facts indicates that tinkering with affirmative action policy
probably would not provide any relief to those who cannot gain admission to a public
four-year school in Washington .

Access to Washington's four-year public institutions is capped by the state legislature.
Demand for enrollment slots has almost always outstripped availability. This is
particularly true when demand for post-graduate slots is considered in isolation.

In a July 27, 1995 memorandum to the Commission on African American A ffairs, the
‘Washington State House of Representatives’ Office of Program Research reported
statistical estimates of the “waiting line” of prospective students who could not gain
admission to the state's four-year schools. A total 0f2,271 students were in the “waiting
line after follow-up,” according to table 6.5 of the memo. More than 44 percent of those
in the statewide waiting line were seeking to do post-baccalaureare studies at the
University of Washington. When all of the public fout-year schools are considered, more
than half of the waiting line consists of prospective post-baccalaureate students.
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The Commission on African American affairs believes that much of the pent up demand
for graduate admissions is attributable to extremely low odds of success for all students
applying for graduate admissions. Many graduate programs offer 2 small number of
admissions slots to an ever-growing number of well-qualified applicants. The University of
Washington Law School, for example, admits fewer than 165 students each year -- the
same as 30 years ago — even though state population has doubled in that time and the
number of applicants to the school annually has tripled (700 to 2,500).

University of Washington Law School Dean Wallace D. Loh wrote a special editorial
which appeared in the March 12, 1995 Seattle Times. (The data above on admissions and
applications came from that editorial.) In that editorial, Loh spoke directly to what he
called the “myth of racial displacement” which fuels much of the debate over affirmative
action in higher education. “Thete is a prevailing impression among some disappointed
applicants that they would not have been rejected but for the admission of 'less qualified™
minorities, said Loh. “The fact is that even if zero minorities were admitted, most
qualified applicants would still be turned down. This is because the UW Law school is one
of the smallest public law schools in the country.”

If there are victims of “reverse discrimination” due to affirmative action efforts
surrounding admissions, those victims would be in the waiting line. A review of the
distribution of the “waiting linc” — and the associated pressure at the graduate level —
would allow a better understanding of the factors influence access to higher education in

- Washington. Unfortunately, the House of Representatives memo did not present any
demographic information about people in the waiting line - such data may be unavailable.

Bur, we do know that more than half of those in the waiting line already have
baccalaureate degrees. Second, we know thar the remaining hopefuls — 1,155 for the
1992-93 academic year — represent far less than one percent of the annual average
headcount enrollment at all the public four-year schools combined. This means that where
_ access to baccalaureate education is concerned, only a relatively tiny share of individuals
secking admission statewide are unsuccessful.

Furthermore, a significant number of those in the wairing line are likely to be women and
people of color, thereby reducing the number of white males in the waiting line who could
claim to be victims of reverse discrimination in admissions. Lastly, we know that those
undergraduate applicants who were denied admission actually were competing with large
numbers of whites who gain admission under alternative admission standards. They also
arc competing with an unknown number of students who receive other types of admissions
preferences, including preferences for children of alumni (fegacies), athletes, and arrists.
Beneficiaries of these preferences are not always counted by institutions among their
alternative admissions students.
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Available dara indicare that the undergraduate participation of people of color is declining
at the state’s public four-year institutions. The Higher Education Coordinating Board
released a report this month November 1995) that presents undergraduate participation
rates by race.l Participation rates at the four-year institutions were lower in 1994 than in
1990 for African Americans (1.65 in 1990 and 1.51 in 1994 ) and Asians (3.84 in 1990 and
3.49 in 1994). Rates for Native Americans and Hispanics are higher for 1994 than 1990.
African Americans and Hispanics are still participating at rates below that for the state asa
whole. Participation rates were not provided expressly for whites, but the total statewide
participation rate is down from 1.83 in 1990 to 1.71 in 1994. The HECB report attributes
the decline in the statewide participation rate to “the decline in the statewide public
institutional capacity” and/or demographic shifts which influence calculation of the rate.

Aside from limited capacity at public institutions, all students are feeling the squeeze on,
student aid funds. Federal funding for student aid has dropped precipitously in recent
years. The funds now available are more often in the form ofloans, as opposed to grants.

According to Dana Y. Takagi, associate professor of sociology at the University of
California at Santa Cruz, “Access to higher education for working-class students has
become more limited in recent years, partly as a result of more stringent federal criteria for
determining who is 'financially independent’ — and thus eligible for more aid — than
students who are dependent on their families can receive.” Takagi continues, “Such
restrictions have hurt low-income students who receive no financial support from their
families, thus limiting, not expanding, their educational opportunities.”

It may well be thac limited capacity at the four-year schools — and constraints on federal
student aid - are prompting a search for solutions to a very real decline in educational
access. In the frenzied search for answers, affirmative action has been a convenient target.
However, even if affirmative action was eliminated tomorrow, enrollmernt caps would still
exist, federal funds would still be tight, and access to higher education would be largely
unchanged for people who find themselves in the higher educarion waiting line.
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The Washington Stute Commission on African American Affairs, was created by Executive Order in 1989 and
estoblished in statute in 1992. Mendeted by the legistature, the Commission’s functions are fo improve
public policy development far, and government service delivery to the African American community by; (1)
examining and defining issues pertaining fo the rights and neads of the African American Community; (2)
making recommendafions to the Govemor ond stote agencies for changes in programs ond lows; (3) advising
on the development of relevant policies, plons and programs; (4) advising the legislature on issues of concern
to the Africon American Community: and (5) establishing relationships with state ogenies, local govemments,
ond the private sector. The mission of the Commission on African American Affairs is to develop and promote
public policy which enhances the social, economic, political, and educational heolth and welfure of African
American pecple in Washington State. :

The Commission consists of nine mernbers appointed by the Govemor:

1.1. Vossar, Chair, Seatfte Tony Hudson, Tacoma
Thelma Jackson, Vice Chair, Olympia Norman Moorer, Tri-Cities
Henry Beouchamp, Yokima Leroy J. Willioms, Bremerfon
Shaunna Wedatherby, Tocoma Joanne R. Hareell, Seattle

Jennifer Roseman, Spokane
Commission staff are Jomes Kelly, Execufive Direcior ond Pameln Morris, Confidential Secretary.

During the legistative session the Commission convened en affimative action think tunk to advise the
Commission on the development of this report, Think tunk members ore:
Professor Thaddeus Spratlen, U.W. Sthool of Business

Professor Hubert Locke, U. W, Groduate School of Public Affairs

Professor Al Black, U.W. Sociology Department

Jim Medina, Director, Office of Minarity and Women's Business Enterprise
David Della, Diractor, Commission on Asian Affairs

John Litile, Washington State Humon Rights Commission

Bob Flowers, Vice President, Washingfon Mufuat Bank

Herman McKinney, Seatle Chamber of Commerce

Constance Proctor, affomey-a-dow

Constance Herring, NAACP

Dr. Corver Gayton, The Boeing Company

Borbora Moore, student infern

bermoine Covington, Seatile Human Rights Commission

Cedric D. Page, Woshingfon State Higher Educafion Coordinating Board
Manny Les, King County Office of Givil Righis

Vivion Caver, community activist

The Commissien is especially gratefut to Professor Hubert Locke and Professor Paul Burstein for fechnical
assistance and the support of their respective departments in reviewing drafts of this report. The Commission
woutd like fo thank the Washington State departments of Financial Management, Personnel, General
Administration, the Higher Education Coordinating Beard, and the Humen Rights Commission. Special thanks
1o Kiis Brophy of the Washington State Depariment of Personnel, and to the presidents end affirmative action
persarinel of the four-year public institufions. Thanks also fo Hendley Media Services principal Rosalund
Jenkins who wrote the report and white paper.



